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Executive Summary

“Nursing shortage” is both a catchphrase and reality that every member of the healthcare
industry has heard about, encountered, and ultimately fears. Nurses are the backbone of a
successful hospital organization. Strategies to deal with a nursing shortage vary widely, but a
common denominator in the balance of establishing a strong nursing workforce is the ability to
train and, most importantly, retain great nurses. According to projections by the United States
Bureau of Labor Statistics, members of generations Y (born between 1985 and 1994) and Z
(born between 1995 and 2012), will make up more than 50% of the workforce by the year 2024
(Deluliis & Saylor, 2021). A focus on training, engaging, and retaining these nurses within the
workforce will enable the healthcare organization to begin to stabilize its nursing staff to
overcome the nursing shortage.
The key factor to retaining the new nursing workforce is to understand and meet the
unique educational and workplace needs so that immediate engagement is established.
Generation Z (Gen Z) nurses are the first to have never known a time without the internet and
can be considered digital natives who spend most of their day consuming and using technology
(Chicca & Shellenbarger, 2018). This alone sets them apart from any other generation, but
additional characteristics of this generation leads to both a different style of learning and
workplace engagement from previous generations. An appreciation and understanding of the
unique needs of Gen Z can be the change catalyst necessary to restructure and foster a nursing
retention strategy to allow the organization to grow and thrive with a committed nursing staff.
This commitment can result in improved consistence in patient care leading to overall
improvement in patient satisfaction, utilization of best practice strategies, opportunities for
continuing growth, and cost savings and containment for the system.

MEETING NEEDS OF GEN Z

4

1.Rationale:
The first opportunity a hospital organization has to invest in a new employee is through
the orientation and onboarding process. This is the time that the organization can truly display
its commitment to the individual employee. This first impression is critical to the ultimate
retention of the employee. Within the hospital organization, a huge allocation of the operating
budget involves the nursing staff. A review of literature reveals that the cost for hiring and
training a new nurse ranges from $60,000 – 90,000 (Perron, 2019). An obvious strategy for
containing this cost is by nurse retention. There will always be turnover, but if that turnover is
limited to those with many years of service to the organization, rather than being due to better
opportunities for engagement and growth of the individual nurse at another organization, the
costs of new nurse training can be contained.
An opportunity for immediate engagement for new nurses is during the orientation and
onboarding process. With projections of over 50% of the workforce being composed of Gen Y
and Gen Z nurses by 2024 (Deluliis & Saylor, 2021), it is imperative that the orientation and
onboarding processes focus on the unique characteristics of these nurses. The current practices
are largely composed of classroom type environments with hospital leaders presenting “lectures”
on their respective roles within the system. This orientation may be from one to up to three days
with little variation in delivery of the information and minimal interaction with peers and leaders
within their specific units within these critical days. This type of orientation process may not be
the most effective approach to the immediate engagement needed by Gen Z.
Changing the current orientation and onboarding processes to meet the specific needs of
Gen Z involves committing to understanding their unique characteristics and restructuring the
processes to create a more effective and engaging environment. The new process must also be
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effective and meaningful for nurses that are not Gen Z. By changing the orientation and
onboarding process to improve workplace relationships and immediate engagement, the nurses
will be more likely to commit to growing within the hospital organization, rather than seeking
opportunities for continued growth from outside sources. This will ultimately lead to nursing
retention resulting in improvement of a nursing shortage within the hospital organization.

2.Literature Synthesis:
Although there is still new literature emerging on the characteristics of Gen Z, there have
been many studies published on the unique characteristics of gen Z nurses, including their
preferred learning styles and needs within the workplace. Several studies discuss the attention
spans of the gen Z learners being 8 seconds. D. Hampton, et.al (2019) and C. Schmitt & R.
Lancaster (2019) relate this very limited attention span to the unlimited access to digital media.
As a result of this digital immersion, they may lack social and oral communication skills, are
visual learners via observation and practice, and often struggle with traditional learning strategies
including lectures and reading. D. Hampton, et.al (2019) further explains that within a lecture
environment, the most effective approach is a constructivist approach with active participation.
An additional study by D. Hampton and D. Welsh (2019) further explains that gen Z nurses are
both resilient and possess a strong work ethic, which is also described by J. Chicca and T.
Shellenbarger (2018) and P. Schenarts (2020). However, all agree that this generation is
generally more cautious and anxious, requiring additional feedback to build and maintain
confidence.
Studies agree that gen Z nurses in the workplace are competent, but not confident upon
entering the workforce. Sefafin, et.al (2020) discusses lack of communication skills and
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difficulty with interpersonal relationships being the most common barriers when entering the
workforce. Again, this falls back to the heavy immersion into digital media. Solutions to these
deficiencies are also discussed in articles from B. Bryan (2022) and DiMattio, J.J.K, and
Hudacek, S.S. (2020) which involve facilitating learning and engagement by involving an
appointed mentor and engage them early to show the nurses their value to the organization. If
the gen Z nurses possess the ability to see the potential for growth and success, they will make a
commitment to the organization. E. Allen (2021) further discusses approaches to supporting new
gen Z nurses by providing guidance to assist in the development of their professional identities
by incorporating their unique learning strengths and differences. This generation is the most
ethnically diverse, inclusive generation yet, leading to great potential for the development of
future leaders. Her study, as well as several of the previously cited studies suggest that gen Z
nurses are not afraid of change as they have lived through significant change already in their
lifetime. This knowledge can allow the hospital organization incorporate needed change to the
orientation/onboarding process to prevent these gen Z nurses from seeking change due to lack of
support, as they will not fear leaving for better opportunities.

3.Project Stakeholders:
With nursing staff being such a key component to listening to and being able to act upon
patient needs, the current nursing shortage is a great healthcare concern. Administration is
tasked with recruiting and retaining a solid nursing staff. A critical part of this task is
understanding the specific needs and expectations of new nurses. Quality patient care is not only
a patient expectation, but the foundation on which an entire health system is built upon. Most, if
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not all EBP improvements will involve nursing at some level. The ultimate beneficiary of
quality improvements is the patient.
The stakeholders for this benchmark project regarding retention of gen Z nurses will
include several cohorts within the hospital organization. Hospital leadership and administration
may be the primary stakeholders because without positive patient satisfaction, the entire system
suffers. Nurses are a key component to assessing patient needs. Their ability to listen to those
needs, evaluate current practice and utilize resources to seek improvement opportunities through
research in evidence-based practice (EBP) leads to patient care excellence for the system as a
whole. Hospital leadership must be willing to support and engage in the changes that will begin
within the first encounters with gen Z nurses in the orientation and onboarding process and lead
to retention of a committed nursing staff dedicated to growing and eventually leading within the
hospital organization.
Additional stakeholders will be nursing educators and unit managers and supervisors.
These nurses must be invested in the change process and understand the potential impact of
improved retention leading to a more stable and complete nursing staff. They must be willing to
be the stewards of the change which will include dissemination of the change in orientation and
onboarding process as well as serving and training additional mentors throughout the units. This
will involve both a change in process and, for many nurses, a change in mindset, as they must
actively engage with the gen Z nurses in a different manner than most experienced with their
own orientation and onboarding process. They must also be invested in providing more handson training and guidance within the first year of employment for gen Z nurses. Ultimately, these
changes can help to alleviate the nursing shortage within the hospital organization.
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4.Implementation Plan:
Generation Z nurses will quickly be a significant part of the nursing force within the next
2-10 years. Meeting the needs of this new generation will be essential for meeting the need and
overcoming the current nursing shortage. Gen Z is the first generation to grow up fully in the
digital age. They were raised in times of uncertainty and change with the explosion of
technology and digital devises, economic instability, and safety insecurities (Chicca, &
Shellenbarger, 2018). The learning needs of Gen Z are quite different from many of the current
nursing leaders (primarily of Generation X, born between 1965 and 1980 and some Baby
boomers, born between 1946-1965). This benchmark project is seeking to address the following
question through developing a plan based on information derived from studies within the
current literature: Would today’s nurse leaders and nurse educators consisting primarily Baby
Boomers and Gen X (P) receiving specialized training in communication techniques and
educational needs of and Gen Z nurses (I) versus those not receiving such training (C) improve
job satisfaction and retention of and Gen Z nurses (O) for the first year of employment postgraduation (T)?
It is important to start the process of building relationships with new Gen Z nurses from
the time of the initial hire. The development of new orientation and teaching strategies to more
effectively engage these nurses will help with their job security and retention of these nurses
within the same health system. This needs to begin with the new hire orientation and onboarding
process. Currently, new hire orientation consists of a series of system executives coming in to
present a specific topic in a power point presentation in generally one hour topics. The Gen Z
nurses do not optimally learn with this type of format. In fact, studies show that Gen Z has an
attention span of around 8 seconds (Hampton, et.al., 2019). They are hyperconnected to their
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smartphones and devices and the internet and world around them. Knowing this information, it
is important to engage these nurses from the start so that they can and will see their value in the
system as well as develop a sense of security within the workplace. Without this initial
engagement, these nurses will look elsewhere so that these needs are met. The key to the
successful implementation of this process will be the commitment of the system nursing leaders
to be able to mentor a group of new nurses throughout their entire first year, with the most
interaction being within the first 90 days of their employment.
Orientation and onboarding could be revamped so that system leaders could record their
topics and the newly hired nurses could be required to complete that information prior to
presenting to the hospital for face-to-face sessions. These would be available to the nurse about
1-2 weeks prior to face-to-face orientation and therefore completion could be on their time and
would be an onboarding requirement, along with completing all the human resources
requirements. The nurse would be paid a preset number of hours based on the number of
modules so that they would know that their commitment is not only expected but valued. The
last module for completion would be an assessment of any specific learning needs of the nurse so
that their nursing leader could begin to address these needs early to alleviate increased anxiety
and again prove the new nurse’s value to the organization. Gen Z often struggles with
relationships, and it is important to establish supportive interpersonal working relationship with
leaders (Serafin, et.al, 2020).
To establish relationships early, face-to-face orientation should be in small groups with a
nurse leader (mentor) committed to leading this particular group for the first 90 days of
employment. This doesn’t necessarily need to be the nurse’s direct supervisor, but instead
another system leader to be available for questions. The nurse would review the assessment
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needs identified within the group and be flexible enough to structure these immediate concerns
into the orientation process. In a smaller group setting, the Gen Z nurses will begin to develop
relationships not only with the other new peers, but with at least one nurse leader. Again, this
will help with the development of interpersonal work relationships as well as allow them to feel a
valued part of the system. In addition, the group would establish a group text (via text
messaging, GroupMe, etc) within the small group that would provide a platform to address
certain needs on a more familiar and direct access. Gen Z is accustomed to having immediate
answers at their fingertips and this group text format would meet this need.
After the initial 2-3 days of face-to-face orientation in this smaller group setting, the
nurse would present to their units for unit orientation as well. The new nurse would be assigned
to shadow and assist a more seasoned nurse on the unit for a minimum of 1-2 weeks of shifts so
that they could understand the specific needs and requirements of the unit. The mentor nurse
would be allowed to determine the length of time needed for their unit orientation, and a skills
checkoff will be implemented to help determine the orientation needs. This will help the Gen Z
nurse develop her confidence as a member of the team and develop relationships with the team
on the unit (Schmitt & Lancaster, 2019).
The nurses would meet with their orientation team on a bi-weekly basis, either in person
or zoom, whichever meets the need, for the first 3 months (90 days) of employment. After that,
the meetings will be determined by the nurse mentor so that they can determine the need for
check-ins. By providing the commitment to the needs of the newly hired Gen Z nurses, these
nurses will be more satisfied in their new job and will remain a part of the system in which they
are hired. This will help the system train and retain a good nursing staff, and with today’s
nursing shortage, the extra focus on Gen Z will be worth the extra effort.
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5.Timeline/Flow Chart for Project Implementation:
System Nurse Leaders Presented
with Plan for Orientation Model
(4 weeks visit units and
leadership meetings to present
and build Orientation teams)


System Leaders to Record
Modules for Digital Orientation
(same 4 week time period as
recruiting system leaders for
Orientation team)

Orientation Team
Leaders Recruit Unit
Nurses to Shadow
(2-3 weeks)

→

Orientation Teams Training
of Nurse Leaders
(3 - 2 hour sessions over a 1
week period)

→

Orientation Leaders Train
Shadow Nurses
(2 hour session over a 1
week period)

Ready to Hire and Orient New
Nurses!!


Meet with orientation
leaders to evaluate first
orientation
(2, 4, 8, 10 and 12 weeks)
_following orientation)

→

Evaluation of new orientation
program presented to System
leadership
(3,6,9 and 12 months after hire date)

Assess Retainment of Orientation
Group
(1 year after hire date)

MEETING NEEDS OF GEN Z

12

6.Data Collection Methods:
The success of EBP change is evaluated on several levels. The ultimate measure
of success for the change to the orientation and onboarding process is the number of nurses
employed within the system at the one-year mark and beyond. The one-year employment does
not necessarily mean that the Gen Z nurses are employed in the same job at the same “level” that
they were initially hired, because this will allow for and encourage projected growth and
promotion of these nurses within the system.
Upon starting employment within the system, all newly hired nurses will be assigned a
leadership mentor. They will also be given a schedule of times that they will meet with their
mentor on a biweekly (every other week) basis for the first 90 days of employment. They will
also be given their mentor’s cell phone contact so that they have their mentor as a resource when
needed. A survey will be completed within the preceding 24 hours of each meeting with their
mentor. The survey will be on an electronic format (Survey Monkey). See Box 1 for survey.
The surveys will be used to actively evaluate the nurse’s satisfaction as well as the
perceived benefit of the mentors by the nurses. The mentors will also use this information to
structure their meetings with their mentees so that they may address their immediate ongoing
needs and implement changes or take the opportunity to educate the nurses on their specific
needs. A secondary benefit from these surveys will be the opportunity to informally evaluate
nursing managers and supervisors as their responsibilities relate to training the new nurses on
their units.
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Box 1
1. Do you have your mentor’s contact information? Yes

No

2. Approximately how many times have you contacted your mentor since the last
meeting? ________
3. Do you feel confident with the tasks you are assigned? Yes No
4. Do you feel you have adequate resources to perform your job? Yes No
If No, what do you need? ___________________________
5. Do you feel that you are adequately supported by your supervisor/manager? Yes No
If No, what do you need? ___________________________
6. Do you feel that you are given the opportunity to ask questions without risk of
criticism? Yes No
7. Is there a circumstance where you felt overwhelmed or didn’t feel that you received
needed instruction and/or supervision? Yes

No

If yes, please explain ______________________________
8. On a scale of 0-10 with 0 being not satisfied and 10 being completely satisfied, how
satisfied are you with your job at this time? ______________
9. Any additional comments: ______________________________________________

After the initial 90 days, the mentor meetings will then be scheduled on a monthly basis
throughout the rest of the first year of employment. The mentees will continue to have their
mentors as resources, but the face-to-face meetings will be less frequent as they become more
confident and secure in their roles. Survey questions for month 4-12 will be adjusted to assess
ongoing needs as well as to see if the nurses may be seeking opportunities to grow and advance
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into different roles that might lead to more leadership opportunities. This will allow the informal
assessment of the level of commitment that the nurses have and identify areas of concern that
could be addressed to help maintain retention. The monthly survey is illustrated in Box 2. In
addition to the specific survey results, mentors may also use the face to face meetings to present
opportunities to grow with additional ongoing training and continuing education opportunities
through the system, as well as developing a pathway for future leadership pathways.
Box 2
1. Approximately how many times have you contacted your mentor since within the last
month? __________
2. Do you feel you have adequate resources to perform your job? Yes No
If No, what do you need? ___________________________
3. Do you feel that you are adequately supported by your supervisor/manager? Yes No
If No, what do you need? ___________________________
4. Have you looked at any different nursing jobs/positions within the system? Yes No
If yes, what jobs have you explored? __________________________________
5. On a scale of 0-10 with 0 being not satisfied and 10 being completely satisfied, how
satisfied are you with your job at this time? ______________
6. Any additional comments: ______________________________________________

Much of the statistical analysis of this EBP change project will be descriptive statistics.
Data relating to the mentorship program and utilization of the mentors themselves will be
collected with each mentor meeting so that the data can be charted and analyzed over time to
determine the ongoing need for mentorship program. In addition, the surveys will also allow
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data to be evaluated for overall job satisfaction based on a 10-point scale on an ongoing basis
within the first year of employment of all nurses. This will allow real time evaluation as the
ability to track trends in real time and potentially address needs as they arise, rather than reacting
to them if nurses elect to leave. Reports of these findings will be presented to administration
every 3 months (at 3, 6, 9 and 12 months). With a typical hiring cycle beginning at with each
pay period, new nurses may begin employment every two weeks, but it would theoretically be
most effective to have nurses begin employment one time a month, so that mentors could be
assigned to each new nurse at the same time and so that the mentors would not have multiple
groups of mentees within the same month.
The most significant statistic that will be gathered with this project will be the continued
employment of the nurses at their one-year anniversary (and beyond). The hypothesis is that the
changes in the orientation and onboarding, along with the investment of mentors and emphasis
on building strong working relationships will create more job satisfaction leading to improved
retention of nurses. Although the changes in the program will be focused on the unique learning
styles and needs of the gen Z nurses because this generation is the fastest growing cohort in
nursing (Deluliis & Saylor, 2021), the program will evaluate all new nurses. Benefits of higher
retention rates of nurses will include improved patient care, improved job satisfaction of the
nurses, and cost savings for the system. A review of literature reveals that the cost for hiring and
training a new nurse range from $60,000 - $90,000 (Perron, 2019). By improving the initial
onboarding and intentional investment into these nurses, there will be a positive return on the
financial investment for the system with improved retention.
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7.Cost/Benefit:
Restructuring the orientation and onboarding process leading to the retention of the new
gen Z nurses within the system will not only help to overcome the current nursing shortage, but
will also lead a cost savings for the hospital organization associated with new nurse training.
This will be measured by the continuous employment of these nurses for a year and beyond. The
goal for this benchmark project will be to retain 75% of the newly hired nurses for at least one
year within the hospital organization.
In January, 2022 NSI Nursing Solutions, Inc. a national recruitment and retention firm in
the United States, published the 2022 NSI National Health Care Retention and RN Staffing
Report that was the result of a staffing survey sent to hospital organizations throughout the
United States to report staffing data from January to December, 2021. Based on results of this
survey, the average 1st year turnover for nurses is 30.1%, with an overall nursing turnover being
27.1%. This is associated with an average annual cost of RN turnover being $7.11 million
(Table 1). Although the data on specific turnover rates for hospitals in the East Texas area is not
published, the assumption is that they are comparable to these figures.
Table 1
(NSI Nursing Solutions, Inc, 2022)
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In addition to the turnover statistics, data was also analyzed and collected regarding
average hospital staffing and recruitment. Table 2 shows the average time to fill a nursing
vacancy is 87 days with an average hospital vacancy rate being 17%. By working on retention of
new nurses, the vacancy metric will also be addressed and decreased.
Table 2
(NSI Nursing Solutions, Inc, 2022)

8.Results:
This benchmark project was not able to be presented for implementation at this time as I
was no longer employed in a hospital organization. I made a career change at the beginning of
August, just before the beginning of the semester and began teaching high school health science
students; therefore, I didn’t have the access or opportunity to implement this project. This
project could be presented to the nursing education department in a hospital organization, since
the nurse educators are often responsible for the orientation project. There would have to be a
leader who sees the potential for success of the change to champion the project. The EPB
research support is in place and ready to be presented for implementation.
I did choose this project because I am actively teaching gen Z students. It is important to
understand and implement strategies to actively engage this generation. In my current position, I
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am actively teaching and exposing these gen Z students to the multitude of opportunities to seek
a healthcare career in the future. I am able to utilize the strategies unique to this generation to
guide them to explore opportunities available to them now that will allow them to experience
healthcare in their high school studies. Most of these students continue to desire a future in
healthcare, and some realize that it may not be the career path they are pursuing. Either way, the
knowledge of the uniqueness of this generation of learners gained from this benchmark project
has proven successful in my ability to engage with the students and build their confidence and
independence to pursue their future goals.

Conclusion:
In using these mentoring strategies and incorporation of a more digital friendly options
into changing the orientation and onboarding practices leading to nurse retention, the overall
changes in the program will benefit gen Z nurses as well as those who are not a part of gen Z
entering the field. All nurses will benefit from immediate engagement with interpersonal work
relationships. Working from administrators to nursing educators to nurse leaders to unit
managers and supervisors, commitment to demonstrating the value and respect for new nurses
will lead to dedication and loyalty from these nurses to the hospital organization. Nurses will
seek opportunities for growth within the system which leads to a highly trained and motivated
nursing team who is supported in all levels of the organization. A strong and stable nursing team
will be able and likely to incorporate best practices into daily patient care, which will lead to
continued exceptional patient satisfaction and trust and respect of the communities that they
serve.
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APPENDIX 1
Synthesis Table

PICOT Question: Would today’s nurse leaders and nurse educators consisting primarily of Baby Boomers and Gen X (P) receiving
specialized training in communication techniques and educational needs of Gen Z nurses (I) versus those not receiving such training
(C) improve job satisfaction and retention of Gen Z nurses (O) for the first year of employment post-graduation (T)?
Evidence Synthesis Table
Intervention

Studies

Design

Sample

Outcome

A

QE

GZ SN

Survey Results:
7 Intrinsic Motivators:
facilitate learning,
present passionately,
reveal content value,
deliver information
concisely, enhance
S&E engagement,
offer EL, provide MF;
promote knowledge
retention

Facilitate – don’t direct education

B

LR

Unspecified
number of articles
reviewed (27
articles in
references)

9 attributes to Gen Z:
high COT;
individualistic;
underdeveloped SRS;
MH concerns
(isolation, anxiety,
insecurity,
depression); LOAS;
pragmatic; cautious
and concerned with
emotional, physical

Encourage and facilitate healthy relationships; teach
proper scientific inquiry
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and financial safety;
sedentary activism;
openminded, diverse
and comfortable with
differences

C

CS

LR and CS

3 strategies to bridge
the GG: Coach &
Mentor vs Supervisor;
RM self directedness
and PRS; facilitate a
growth mindset

Bridge the GG by modifying education to fit the
learning styles of GZ with FE, RM, and facilitating a
growth mindset.

D

Cohort Studies

Cohort Study from
Survey, LR

3 predictors of SN
satisfaction leading to
JR: SN
decisionmaking,
organized FE; concern
for SW

JS and JR can be accomplished by cultivating
atmospheres that are satisfying and enjoyable and by
encouraging independent thinking, rather than
conforming to current practice.

E

EBP

Using Newman’s
theory of health
expansion to
bridge the GG
with S&E

PROVE component of
Newman’s theory:
Problem (use RWP to
learn); Relationship,
foster S&E
relationships;
Ownership, allowing
students to determine
needs (FE); Visual
engagement and
Experiences (RWP)

Educators and managers can facilitate profound
connection with GZ by encouraging more critical
thinking and attainment of higher levels of
consciousness
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F

DS

Cross sectional
survey design

Teaching preferences:
lecture with audience
response clickers;
lecture, video or audio
enhanced
presentations,
simulation, games

Focus on students and preferences for learning to
engage students. Use guided learning (FE) and
facilitated involvement (S&E relationship)

G

DS

Cross sectional
survey design

Top work values:
Job values for GZ: helping people, job is interesting
social altruistic;
and engaging, offers job security and good benefits.
instrumental/extrensic,
cognitive/intrinsic,
and prestige.

H

LR

50 articles
reviewed

Comparison of GZ
workforce to previous
generations.

GZ values physical and emotional safety (safetyism);
have strong work ethic, pragmatic, financially
responsible, individualistic. Live with pseudorealities with info at touch of their fingers. Mental
health issues and health promotion are valued.

I

CS

Qualtrics survey
tool utilized

Study comparing
readiness GZ nurses
trained with
traditional vs
immersion clinical
experience to assess
CR upon graduation

There was no benefit to traditional clinical
experience vs an immersive experience on readiness
to practice, self confidence or anxiety. This is
different from previous generations of SN.
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Qualitative
Exploratory
descriptive study

7 competencies:
Ability to effective
use knowledge in
practice;
Communication;

Good preparation in knowledge and openness to
development. Deficiencies in ability to transfer
knowledge to practice, communication, teamwork,
decision making and coping with stress.

MEETING NEEDS OF GEN Z
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17 studies
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41 item Survey

Teamwork; Openness
to development;
decision making;
stress management;
empathy
Four themes of GZ
SN: attributes,
learning styles,
learning preferences
and needs and
teaching
Survey to undergrad
GZ SN to assess use
of social media
platforms for learning.

Tech integration and digital storytelling to boost
students’ learning and build confidence for future
careers should be implemented for Gen Z nurse
force. A safe and supported learning environment
should also be addressed.

Majority agreed that they are high consumers of
technology and cravers of digital world, being open
minded, diverse and comfortable with diversity.
Negative issue is increased risk of isolation , anxiety,
insecurity, and depression.
Legend: A = Bryan, B. (2022), B = Chicca & Shellenbarger (2018), C = Deluliis & Saylor (2021), D =DiMattio & Hudacek (2020), E
= Maddox, et al (2021), F = Hampton, et al (2019), G = Hampton & Welsh (2019), H = Schenarts (2019), I = Schmitt & Lancaster
(2019), J = Serafin, et al (2020), K = Shorey, et al (2021), COT = Consumers of technology, CR = clinical readiness, CS = Case
Study, DS = descriptive studies, EBP = evidence based practice, EL = Experiential learning, FE = facilitated education, GG =
generation gap, GZ = generation Z, JR = job retention, JS = job satisfaction, LOAS = lack of attention span, LR = literature review,
MF = Meaningful Feedback, MH = mental health, PRS = practice ready skills, QE = Quaisai Experimental, Qual Ev = qualitative
evidence, RM = role model, RWP = real world problems, S&E= Student and educator, SN = student nurses, SRS = social/relationship
skills, SW = student welfare
Recommendations:
Bridging the gap between nurse leaders and Gen Z nursing will be imperative for addressing the global nursing shortage. Nurse
leaders and educators must meet the unique learning styles and onboarding needs for the nursing graduates so that they will be
satisfied with their job opportunities for growth to support retention of these nurses. This begins with the understanding of the new
and evolving characteristics of this specific generation.

